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Abstract

To overcome the shortage in teachers in the Netherlands, it is important to understand why not many students choose to become a teacher and why beginning teachers often quit their job within a few years. In this research, it is investigated if there is a positive relation between perceived teacher ownership and job satisfaction and if factors including age, gender, subject, experience and type of school play a role. Participants were teachers at three different schools: Kulosaari Secondary School (Finland), United World College of the Adriatic (Italy) and State College High School (United States of America). Participants responded to questions about age, gender, years of teaching and subject, and answered a questionnaire about perceived teacher ownership and job satisfaction. 
The results indicated a strong and positive relationship between perceived teacher ownership and job satisfaction. (R = 0,65, p=0,000). This correlation becomes even stronger when teachers are older and more experienced. A strong correlation is found for teachers who teach sciences and languages, while a weak correlation was found in social studies teachers. The correlation between perceived teacher ownership and job satisfaction among teachers at the United World College in Italy is higher than the correlation among teachers at Kulosaari Secondary School in Finland and at the State College High School in the United States of America.

















In The Netherlands, the educational sector has shown a great shortage of employees for many years. Not many students choose to become teacher after graduation and many beginning teachers quit their job within a few years.  In order to overcome this shortage, it is of great importance to know why the profession of teaching is not attractive and why beginning teachers quit their job. What  is discussed in the reports of Plasterk, Dijsselbloem and Kann, is the question about how you keep education at a higher level in combination with keeping the teachers satisfied. In all the reports is stated that teachers need to be given more space and freedom, and not so much control from above. A dialogue between a teacher and his manager would be best.  If this occurs, teachers will be more satisfied with their jobs. (Rinnooy Kan, 2007)

Therefore, the main focus of this research is job satisfaction. If teachers feel satisfied with their jobs, they are more likely to perform well and to continue working as a teacher for a longer period of time. It is of great value to know which factors can contribute to establish greater job satisfaction amongst teachers.

One of the factors that can contribute to job satisfaction is perceived teacher ownership. This research is about the relationship between perceived teacher ownership and job satisfaction. Will more perceived teacher ownership lead to increased job satisfaction? And, what is the influence of gender, age and years of teaching experience? 

A questionnaire with questions about perceived teacher autonomy and job satisfaction was developed for teachers of three different schools: one in Finland, one in Italy and one in the United States of America. 







1.1. Focus of the research
The main focus of this research is job satisfaction. Interest in job satisfaction has been influenced by the belief that satisfied employees perform at higher levels (Rinehart and Short, 1994). Teachers who are satisfied with their jobs are likely to perform well and continue with their profession for many years. It is therefore worrying that many of today’s teachers, arguably one of the most important group of professionals of our nation, are dissatisfied with their jobs future (Bishay A., 1996). This problem is internationally recognised (Bishay A., 1996, Anderman 1991, Pearson and Moomaw, 2006).

Most of the research that has been conducted, examined constructs including teacher motivation, stress (burnout), professionalism and job satisfaction, and their relationships have one thing in common: teacher autonomy. Teachers need to have autonomy. The enthusiasm of teachers, and their sense of professional autonomy have been used in the past as an index of teaching effectiveness. Educators believe that if teachers have the freedom to prescribe the best treatment for their students (as doctors and lawyers do for their patients and clients), they will be more motivated and satisfied with their jobs. (Pearson and Moomaw, 2006)

§ 1.2. Significance of the study
These findings are important for the situation in the Netherlands. In the discussion about the status of teaching in the Netherlands, it is agreed upon that the status and appreciation of teaching has declined (van Huizen, 2000). This has an effect on the profession as a whole. The great shortage of teachers in both primary and secondary education has been a problem for many years (Lunenberg, Snoek & Swennen, 2000). In 1999 and 2000, the Dutch Ministry of Education (Ministerie van Onderwijs, Cultuur en Wetenschappen) launched two reports about education and employment, in which several solutions were suggested for attracting more people for the profession of teaching (Lunenberg, Snoek & Swennen, 2000). Now, eight years later, there is still a shortage of teachers, which is expected to increase in the following years. The government is still struggling to persuade people to choose for a career in the educational sector, and to keep teachers from leaving their jobs (Min. OC&W, 2008). 





To be able to formulate a research problem and research questions, it is first of all necessary to discuss what has been written about the concepts of job satisfaction and teacher autonomy, and how these two concepts are related. Only then it will be possible to formulate the final research question. 

Rinehart and Short did research on the relationship between empowerment and job satisfaction. Their results show that there is a strong and positive relationship between these two.  They state that this outcome suggests that to increase job satisfaction amongst teachers, school administrators and policy makers should develop management structures that enhance teacher empowerment. 
Their research also indicates that satisfied employees perform at higher levels, but  a clear relationship between job satisfaction and productivity has not been found. 
The article of Rinehart and Short furthermore shows that school structures influence job satisfaction. Bureaucratic schools have a lower job satisfaction amongst their teachers. Other concepts they have derived from different sources​[1]​, and which are positively related to job satisfaction are fairness of workload, commitment, morale, leadership support, clear job expectations, participation in decision making, lower levels of role conflict, work involvement, autonomy, feedback from co-workers and supervisors, and finally collegiality. 

Andre Bishay also discusses factors which promote teacher motivation. He states that job satisfaction is derived from the gratification of higher order needs, such as social relations, esteem and actualisation, rather than lower order needs, such as pay (Bishay 1996). 

This can be related to the findings of Pearson and Moomaw. They distinguish two sorts of motivation of teachers: intrinsic and extrinsic. Intrinsic factors includes the desire to help the student achieve, to make a difference in society, and the sense of accomplishment they feel when they see a student learn. Extrinsic factors include pay, non-monetary benefits, and recognition of performance. In general, it is seen that ‘intrinsic rewards are much more powerful for motivating teachers than are extrinsic rewards’. The body of research that Pearson and Moomaw discuss in their article supports this notion. Brown (1996) found three major intrinsic reasons why teachers leave their profession: the need for personal growth, the desire for a philosophy of education, and the lack of recognition. Pearson and Moomaw contrast this to Sarafoglu (1997), who found intrinsic reasons why teachers stay in their profession: a love of learning, of children, resilience, collegiality, and reflectivity. Both teachers and principals felt that their greatest need deficiencies were security and autonomy.

The definition of teacher autonomy is ambiguous in the literature, but has been defined by Pearson & Hall as the perception that teachers have regarding whether they control themselves and their work environment. What seems like autonomy to one teacher might seem like isolation to another. One teacher may look at it as a mean to gain freedom from interference or supervision, another teacher may see it as the freedom to develop collegial relationships and accomplish tasks that extend beyond the classroom. Some teachers thrive on autonomy, others might see it as a way for principles to avoid their duties. The concept of teacher autonomy has changed considerably over the years and continues to evolve. (Pearson & Moomaw, 2005). 

This relates to the article ‘Teacher autonomy: just how far have we come?’ by Adelman, King and Treacher, which states that we would feel comfortable knowing that a decrease of teacher dependency necessarily increases teacher autonomy. Unfortunately, according to the authors, this is not the case. Some teachers do become more autonomous, but others replace or complement dependency with alienation, isolation, or indifference. Some teachers just need hierarchy. This can be related to the findings of Pearson and Moomaw. 
Teachers in the schools the article of Adelman, King and Treacher refers to, become less dependent upon others for a sense of self-satisfaction as their autonomy increases. They spend less time pleasing others and more time satisfying their own desires for increased competency. Autonomous teachers seek self-satisfaction, dependent teachers seek recognition.

According to Adelman, King and Treacher, autonomy thrives in the same climate that nourishes broad decisional participation, in an atmosphere of interaction and mutual trust. Good supervisors implement collegial and self-directed programs that foster autonomy amongst teachers. It is important to note that increasing autonomy does not occur at once. It takes time, and it needs to be taken into account that there are teachers who do not want to increase their autonomy, because they feel more safe in hierarchical structures, and would feel lost if they get too much freedom. It is necessary to think of alternative structures for these teachers, so that they do not feel left alone. 

Pearson and Moomaw have a different perception of autonomy. According to them, autonomy does always play a role to some extent for every teacher. This does not always have to be autonomy when it comes to school management, but can also be simply autonomy in the classroom. In their article ‘The Relationship between Teacher Autonomy and Stress, Work Satisfaction, Empowerment and Professionalism’ (2005), they state that autonomy is ‘a common link that appears when examining teacher motivation, job satisfaction, stress (burnout), professionalism, and empowerment’.  
Other research in this field that examined these constructs, revealed one thing in common: the need for teachers to have autonomy. Pearson and Moomaw see autonomy as a key variable when examining educational reform initiatives, and that granting autonomy and empowering teachers could be a way to begin solving the problems of today’s schools. They furthermore state that the degree of autonomy perceived by teachers is indicative for their job satisfaction. They add to this findings of more recent studies, which identified more administrative support and leadership, good student behaviour, a positive school climate and teacher autonomy as working conditions associated with higher teacher satisfaction, and working conditions were related to satisfaction more than background variables such as sex, age and years of experience. Another finding is that teachers differ in their desire to participate in school management, but that more are unanimous in the desire to retain autonomy in the classroom. 

One of the main conclusions of the article is important for this research: teacher motivation and autonomy are related to both job satisfaction and job stress; and the more intrinsically motivated the more satisfied the teachers were in their jobs and the less stress they experienced. Constraints on autonomy, such as perceived lack of control and sense of powerlessness are related to tension, frustration and anxiety. There are various reasons for which teachers leave their profession, but they most often do so because of the lack of professionalism, lack of recognition, or lack of autonomy they perceive. In order to prevent this, a new sense of professional autonomy is needed. Old, bureaucratic governance models can no longer exist then; it is important for teachers to have authority in their school. 
It can be concluded from these articles then that in order for schools to keep their teachers satisfied about their job and field, it is important that teachers have a sense of recognition, of professionalism, and of teacher ownership or empowerment. 

Paula M. Short discusses this topic of teacher empowerment in further detail. According to Short (1994), teacher empowerment can be divided in six dimensions: involvement in decision making, opportunities for professional development, teacher status, teacher self-efficacy, autonomy and teacher impact. Decision making ‘relates to the participation of teachers in critical decisions that directly affect their work’. In many cases, this means participation in all sorts of programmatic areas. Decision making is a key element in empowerment, which gives teachers the opportunity to increase control over their work environment. Short finds it important to note, that teachers must believe that their involvement is genuine and that their opinion has critical impact in the outcome of their decision. If  they have the feeling that their opinion is heard but then ignored, this will result in teachers becoming frustrated. She also warns for possible conflicts that might occur when teacher involvement in decision making increases. 
The second dimension that Short mentions is professional growth. This refers to ‘teachers’ perceptions that the school in which they work provides them with opportunities to grow and develop professionally, to learn continuously, and to expand one’s own skills through the work life of the school.’ 
The third dimension in Short’s article is status, which she defines as ‘teachers’ perceptions that they have professional respect and admiration from colleagues’. Teachers should have the feeling that others respect their knowledge and expertise in order to perceive themselves as having a high status. Also, working conditions and pay are related to this. Short notes that the combination of high public expectations and poor working conditions, as perceived by conditions, creates the tension that erodes what little status teachers now enjoy. According to Short, poor facilities, heavy paperwork which is not related to their subject, interference with the teacher’s time, low opinions and even conflict with the community and boards of education, inadequate parental support and being involved in daily activities unrelated to teaching (such as cafeteria duty) all enhance a teacher’s feeling of low status. These are elements we have taken into account while conducting our research. 
The fourth dimension of Short is self-efficacy, which ‘refers to teachers’ perceptions that they have the skills and ability to help students learn, are competent in building effective programs for students, and can effect changes in student learning’. This is very important for the teachers’ (positive) self-evaluations about how they performed in instructional, moral and counselling terms. 
The fifth dimension that Short discusses is autonomy. This refers to teachers’ belief that they can control certain aspects of their work life, and may be control over scheduling, curriculum, textbooks, and instructional planning. The hallmark of autonomy according to Short is the sense of freedom to make certain decisions. 
The final dimension is impact, which refers to ‘teachers’ perceptions that they have an effect and influence on school life’. For this dimension, Short quotes Ashton & Webb (1986), who state that teachers’ self-esteem grows when they feel that they are doing something worthwhile, that they’re doing it in a competent manner, and that they are recognised for their accomplishments. Short adds to this that feedback from colleagues is important to teachers’ sense that they are having an impact. 
Five of these constructs were used in our questionnaire. These constructs were used in order to get a clear view of which of these dimensions have the greatest impact on job satisfaction of teachers. More on this will be discussed in chapter two on methodology. 

1.4 Research problem
This research focuses on the relationship between job satisfaction and perceived teacher ownership. By using a questionnaire on the three schools, data is gathered to find information whether there is a relationship between job satisfaction and perceived teacher ownership. In case of a positive relationship, this research will also try to determine which dimension of perceived teacher ownership is most closely related to job satisfaction. 
A lot of research has been done on this topic, but not all of them have the same outcome. As Pearson and Moomaw state in their article Continuing Validation of the Teaching Autonomy Scale: ‘Although researchers have demonstrated a link between teacher autonomy and teacher motivation, job satisfaction, stress (burnout), professionalism, and empowerment, the task of identifying the underlying theoretical dimensions of teacher autonomy has met with varied results.’
It seems to be of great value to discover which dimensions of perceived teacher ownership influence the job satisfaction that teachers experience, so that it becomes more clear what schools can do to enhance the satisfaction and hence, solve the growing shortage of teachers. 

1.5. Research Questions
The research question that is being answered in this study is the following: Is there a relation between perceived teacher ownership and job satisfaction?

To answer this research question, the following sub questions were used: 
- Is there a difference in correlation of perceived teacher ownership and job satisfaction in men and women?
- Is there a difference in correlation of perceived teacher ownership and job satisfaction in different age groups?
- Is there a difference in correlation of perceived teacher ownership and job satisfaction in different subject fields?
- Is there a difference in correlation of perceived teacher ownership and job satisfaction in groups with a different amount of experience?
- Which factors of teacher autonomy influence job satisfaction?

1.6. Definition of used terms
In this research, the following definitions are used: job satisfaction, perceived teacher ownership, decision making, teacher impact, teacher autonomy, opportunities, teacher self-efficacy, supervision, colleagues, working conditions, pay, responsibility, work itself, advancement, security and recognition.  

Job satisfaction
Job satisfaction is not only being satisfied with ones job, but also with ones career in general. 

Perceived teacher ownership/empowerment/autonomy
Teacher ownership is the same as teacher empowerment, and can be defined as the freedom and chances a teacher perceives to make their own decisions, and influence their own changes and development in their career as a teacher. The opposite is a teacher who just does their job and is not open for change, professional development and decision making outside the classroom. This teacher is bound to the bureaucratic rules from a school, and does not necessarily need to mind this. Teacher ownership (or teacher empowerment) is dependent on both the school administrative staff and the individual teacher. (Short 1994). 
Perceived teacher ownership is how the teachers experience the amount of ownership they have. 
Decision making
Decision making is defined in this research as the participation of teachers in critical decisions that directly affect their work (Short, 1994). 

Teacher impact
Teacher impact has been defined as teachers’ perceptions that they have an effect and influence on school life (Short, 1994). 

Teacher autonomy
Teacher autonomy is seen as one dimension of teacher empowerment. It can be defined as the perception that teachers have when they control themselves and their work environment
(Pearson and Moomaw, 2005). 

Opportunities
Opportunity is defined as teachers’ perceptions that the school in which they work provides them with opportunities to grow and develop professionally, to learn continuously, and to expand ones own skills through the work life of the school (Short, 1994). 

Teacher self-efficacy















The population of this study was composed of one hundred and fifteen certified teachers in three different schools: Kulosaari Secondary School (bilingual school in Finland), United World College of the Adriatic (International (IB)school in Italy) and State College High School (regular high school in United States of America) A total of eighty-eight teachers responded. This means there was a response rate of 77 %. Teachers participated voluntary and did not receive a reward. 

2.2. Instruments
The questionnaire was used to collect data. A copy of this questionnaire can be found in the Appendix A. The questionnaire consists of fourty statements which can be divided into two parts: ‘Questionnaire perceived teacher ownership’ (question 1-20) and ‘questionnaire job satisfaction’(question 21-40). The questionnaire of perceived teacher ownership consisted of five categories: decision making, teacher impact, teacher ownership, opportunities and self efficacy. These categories were invisible for the respondents to make the outcome of this questionnaire the least biased as possible. Participants responded by determining to which extend they agreed or disagreed with a statement. There was a response scale from one to five. One meant that a participant totally disagreed and five meant that a participant totally agreed. An example of a question is: “What I teach in my class is determined for the most part by myself. “ (see Appendix A, question 1-20)

2.3. Method
Permission was granted from the school boards of the three schools. A total of eighty-eight teachers responded. Each participant received a cover letter, consisting of a description of the study, and the questionnaire. (Appendix B cover letter) Participants could return the questionnaire anonymously with a blanc return envelope within three weeks. After two weeks they were reminded by use of a note in the teachers room, and as well by being personally addressed to.  
This study is quantitative in design. Data related to age, gender, years of teaching and subject were collected. The data of the questionnaire were summarized and analyzed 

2.4. Statistical Analysis






Factor	Total	Total (%)	Average job satisfaction (1-5)	Average perceived teacher autonomy (1-5)	Correlation (R)	Significance
Perceived teacher ownership vs job satisfaction	88	100	3.69	3.83	0.645	0.000
SexMaleFemale	3058	34.165.9	3.643.71	3.783.85	0.6160.667	0.0000.000
Age< 3536 – 50> 51	283620	33.342.923.8	3.643.763.67	3.763.943.76	0.4200.6350.801	0.0260.0000.000
SubjectLanguagesSocial studiesSciences	322426	39.029.331.7	3.743.663.73	3.973.763.78	0.7840.4360.638	0.0000.0330.000
Experience< 7 8 – 25> 26 	225014	25.658.116.3	3.553.753.77	3.693.844.05	0.3140.6850.806	0.1550.0000.000
School typeKulosaari, FinlandUWC, ItalyState College, USA	301444	34.115.950.0	3.763.503.70	4.043.753.70	0.6640.7750.653	0.0000.0010.001
Tabel 1: Perceived teacher ownership vs job satisfaction

Factor	Total partipants (%)	Number of questions in questionnaire	Average	Correlation (R) with job satisfaction	Significance 
Perceived teacher ownershipDecision makingTeacher impactTeacher autonomyOpportunitiesSelf-efficacy	88 (100)87 (98.9)87 (98.9)87 (98.9)87 (98.9)	421031	3.243.673.964.074.46	0.5410.3610.4820.6760.376	0.0000.0010.0000.0000.000




3.2.1 Job satisfaction versus teacher autonomy
3.2.1.1 Gender
Data were collected in the area of gender. Table 1 provides an overview of the data. 88 teachers responded to this question. There was a number of thirty males (34,1%) and fifty-eight females (65,9%) amongst the participants. The relation between perceived teacher autonomy and job satisfaction is only slightly different: 0,616 for males and 0,667 for females (p=0,000). This means that gender does not affect the relation between perceived teacher autonomy and job satisfaction.  

3.2.1.2 Age





Subjects are divided into three different categories; languages, social studies and sciences. A total of eighty-two participants responded to this question; thirty-two (39.0%) language teachers, twenty-four (29.3%) social studies teachers and twenty-six (31.7) science teachers. The relationship between perceived teacher ownership and job satisfaction for teachers who teach a language is 0.784 (p 0.000). The relationship for social studies and sciences is respectively 0.436 (p 0.033) and 0.638 (p 0.000). The correlation between perceived teacher ownership and job satisfaction is the highest for teachers who teach languages and sciences. 

3.2.1.4 Teacher experience
The years of experience of teachers was divided into three different categories; the first group or the beginning teachers who had seven years or less of experience (22 teachers, (25,6%). The second group were teaching eight to twenty-five years (50 teachers (58,1%), the third group was the group with the most experienced teachers, who had experience for twenty-six years or more (14 teachers (16,3%). The relationship between perceived teacher ownership and job satisfaction for teachers with seven years of experience or less is 0,314 (p=0,155). For teachers with eight to twenty-five years of experience and teachers who have twenty-six years of experience or more, this correlation is respectively 0,685 (p=0.000) and 0.806 (p=0,000). The data show that beginning teachers do not feel that their sense of autonomy relates much to job satisfaction, while very experienced teachers show a strong correlation between perceived teacher autonomy and job satisfaction. The data also shows that beginning teachers do not perceive a lot of autonomy. And, it also shows that experienced teachers are more satisfied with their jobs in comparison to beginning and middle experienced teachers.

3.2.1.5 School type
Three different schools participated in this research; thirty (34,1%) teachers of Kulosaari Secondary School in Finland, fourteen (15,9%) teachers of the United World College of the Adriatic, Italy  and fourty-four (50,0%) teachers of the State College High School in the United States of America participated. The relationship between perceived teacher ownership and job satisfaction for teachers from Kulosaari is 0,664 (p=0,000), for teachers from the United World College is 0,775 (p=0,000) and for teachers at the State College High School is 0,653 (p=0,000). The data shows that teachers at Kulosaari and at the State College High school feel that their sense of autonomy relates little to job satisfaction, while teachers at the United World College show a stronger correlation between perceived teacher autonomy and job satisfaction. The data also shows that teachers at Kulosaari perceive a lot of autonomy compared to teachers at the United World College and State College High School.

3.2.2	 Perceived Teacher Ownership

The questionnaire of perceived teacher ownership was divided into five different categories: decision making, teacher impact, teacher ownership, opportunities and self efficacy. The data collected in these areas are shown in table 2. 

Each category relates to job satisfaction. The correlation between each category and job satisfaction is calculated and this gives the following results:

3.2.2.1 Decision making
The total amount of participants was eighty-eight being 100% of the total amount of participants. Four questions were asked within this category. The average score within a scale of one to five is 3,24. There is a positive correlation between decision making and job satisfaction (R=0,541, p=0,000). Teachers, who feel that they are involved decision making in school, are more satisfied with their jobs.

3.2.2.2 Teacher impact
Eighty-seven participants responded to this questions, which is 98,9%. The average score within a scale of one to five of the two questions asked within this category is 3,67. There is a positive correlation between teacher impact and job satisfaction (R=0,361, p=0,001), which means that teachers who feel that they can influence school life are more satisfied with their jobs.

3.2.2.3	Teacher autonomy 
The total amount of participants in this category was eighty-seven (98,9%). Ten questions were asked about teacher autonomy. The average score within a scale of one to five is 3,96. There is a positive correlation between teacher autonomy and job satisfaction (R=0,482, p=0,000). Teachers, who feel that they can control themselves and their environment, are more satisfied with their jobs.

3.2.2.4	Opportunities










Chapter 4: Conclusion and Discussion

4.1. Conclusion
The answer to the main research question, whether there is a correlation between perceived teacher ownership and job satisfaction, is that there is indeed a positive correlation. This means that the more ownership a teacher perceives, the more satisfied the teacher is with the job. This correlation even becomes stronger when teachers are older and more experienced. However, no difference was found between men and women. A strong correlation is found in teachers who teach sciences and languages, while a weak correlation was found in social studies teachers. The correlation between perceived teacher ownership and job satisfaction among teachers at the United World College in Italy is higher than the correlation among teachers at Kulosaari Secondary School in Finland and at the State College High School in the United States of America.

Taking a closer look at the different categories of perceived teacher ownership and job satisfaction, it shows that there is in particular a high and positive correlation between opportunities and job satisfaction, followed by decision making and teacher autonomy. Teachers, who feel that they have the opportunity to develop, feel involved in decision making and feel that they can influence their class and environment, are more satisfied with their jobs than teachers who do not share this opinion. In order to overcome the shortage of teachers in the educational sector and to keep teachers satisfied with their jobs, it is important for teachers to have the opportunity to develop themselves, to involve them in the decision making and to have an influence on their class and environment.

4.2. Discussion
Research was conducted in three schools: Kulosaari Secondary School in Finland, the State College High School in the United States of America, and the United World College of the Adriatic in Italy. These three school were chosen randomly and they are all different in size and type of school, therefore they cannot be compared to each other. A larger research with several schools from each country would give the opportunity to draw conclusions between the different countries (United States of America, Finland and Italy). 
Also, because of these different schools in different countries, teachers who filled in the questionnaires might have interpreted the questions in different ways due to cultural differences. One way to try to overcome this problem could have been to ask the participants to explain the answers to their questions. Further research might also focus in particular on these cultural differences in how ownership is perceived by teachers and how this is related to job satisfaction between the different cultures.
This research does not claim  that the questions that were asked to the teachers are the best questions to investigate the relationship between autonomy and job satisfaction. There may be other questions which are as appropriate or even more appropriate to research this topic. Short (1994) stated that there were six dimensions that were important in relation to teacher ownership. However, in our questionnaire, we only paid attention to five dimensions. No attention was paid to teacher status. Teacher status might also be important for perceived teacher ownership and therefore it might be useful to add questions about teacher status to the questionnaire.
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To which extent do you agree with the following statements? 
	Totally disagree				Totally agree
	1	2	3	4	5
I feel that I can give my opinion about school-policy.	O	O	O	O	O
I feel that I am involved in decisions that are made by the schools administrative staff.	O	O	O	O	O
I feel that I can openly discuss / question the decisions made by the schools administrative staff.	O	O	O	O	O
I feel that I am supported by the administration in new developments. 	O	O	O	O	O
I feel that I am able to express my personal opinion in class.	O	O	O	O	O
I feel that I can influence school-culture / school life inside and outside the classroom. 	O	O	O	O	O
What I teach in my class is determined for the most part by myself.	O	O	O	O	O
I follow my own dictates as to when and how topics are taught. 	O	O	O	O	O
I feel I can choose which book I use in class. 	O	O	O	O	O
The materials I use in class are chosen for the most part by myself.	O	O	O	O	O
I feel that I can select the teaching methods and strategies I use with my students. 	O	O	O	O	O
I feel that I can organize the extra activities (for example a field trip) that I want to. 	O	O	O	O	O
I feel that I can organize and participate in the extracurricular activities that I want to.  	O	O	O	O	O
I feel that I can develop my own tests.	O	O	O	O	O
I feel that I can use my own grading method.	O	O	O	O	O
I feel that I can decide about the level of my tests. 	O	O	O	O	O
I feel that if I want to, I can develop myself continuously as a teacher .	O	O	O	O	O
I feel that I am being supported in my development as a teacher.	O	O	O	O	O
I feel that I have the opportunities to develop myself as a teacher.	O	O	O	O	O
I feel that I have the skills to help pupils learn.	O	O	O	O	O
I receive recognition from my subject department. 	O	O	O	O	O
The principal of my school treats everyone as equals. 	O	O	O	O	O
When I teach a good lesson, my colleagues notice.	O	O	O	O	O
I get along well with my colleagues.	O	O	O	O	O
My colleagues stimulate me to do better work.	O	O	O	O	O
My interests are similar to those of my colleagues.	O	O	O	O	O
Working conditions in my school are comfortable. 	O	O	O	O	O
The administration in my school communicates its policies well.	O	O	O	O	O
Teacher income is adequate for normal cost of living.	O	O	O	O	O
I am responsible for planning my daily lessons. 	O	O	O	O	O
I have the freedom to make my own decisions.	O	O	O	O	O
Teaching encourages me to be creative.	O	O	O	O	O
Teaching is very interesting work.	O	O	O	O	O
The work of a teacher is very pleasant.	O	O	O	O	O
Teaching provides me with an opportunity to advance professionally. 	O	O	O	O	O
Teaching provides an opportunity to use a variety of skills.	O	O	O	O	O
Teaching provides for a secure future.	O	O	O	O	O
I receive full recognition for my successful teaching.	O	O	O	O	O
My students respect me as a teacher.	O	O	O	O	O


































As part of the educational master BITEP for international and bilingual education we are conducting research. We chose to do research about experiences of teachers. What causes teachers to feel satisfied with their jobs? And how can administrators make sure that their teachers feel satisfied with their jobs? 

In order to answer our research question we use a questionnaire to gather all the data we need. With the responses we get from teachers in Finland, Italy and the United States of America, we hope to draw interesting conclusions which are useful for schools in general. 

We hope that you can take some time to fill in this questionnaire, as it would be of great help to us. The more response we get, the more valuable the outcome of our research will be. Filling in this questionnaire will take about 20 minutes of your time. 

Decide how each of the statements fit you by ticking the correlating box. If you make a mistake or if you want to change your answer, please cross out your first answer and tick the correct box.


















^1	  Petty, McGee & Cavender, 1984, Iaffaldano & Muchinsky, 1985, Ratsoy 1973, Miskel, Fevurly and Stewart 1979, Reyes & Imber 1992, , Billingsley & Cross 1992, and Frase & Sorenson 1993. 
